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The beginning of the world economic recession in 1974,
precipitated by steep price rises for Middle East oil in late
1973 marked a deterioration in labor market conditions in the
United States. Indeed, the world recession adversely affected
the labor market of virtually all of the industrialized
nations. By the end of 1981, the unemployment rate in the
United States had reached 7.6 per cent.^ Teenage and young
adult unemployment rates are persistently much higher than
those of adults, with new entrants and reentrants generally
accounting for approximately two-thirds of teenage and one-
fourth of young adult joblessness. Moreover, considerable
evidence suggests that these high rates of unemployment result
from a much higher incidence of unemployment rather than from
any long-term difficulty finding a job: young people tend to
change labor force status more frequently than do adults,
often experiencing brief intervening spells of unemployment.^
Part of the explanation for the relatively high
unemployment and loose labor force attachment of young people
^Paul Osterman, "Youth, Work and Unemployment," Econo¬
mic Outlook. Vol. 32 (December 1982), p. 9.
^Kim Clark and Lawrence Summers, "The Dynamics of Youth
Unemployment," iifiiJs.in.3 £aE£X, No. 274 (Cambridge,




is straightforward. Young people make up a clearly
distinguishable component of the marginal or peripheral labor
forcer whose employment is generally casual, intermittent, and
part-time. The basis for this marginal status rests in both
the supply of and the demand for youth employment.*’
The most popular explanation for youth unemployment is
the post-world War II baby boom experienced in the United
States. Analysts have asserted that the baby boom led to an
increase in the size of the youth population from the late
1950s to the early 1960s and continuing into the 1970s. The
surge in the youthful population, together with increased
labor force participation by the young, resulted in supply
exceeding demand and, other things being equal, higher youth
unemployment rates.^ Another factor which must also be
considered in this context is the influx of women in the labor
force which may have reduced the demand for young labor,
driving up their unemployment rates because many women work at
part-time, entry-level jobs. Moreover, an increasing supply of
female labor, given occupational crowding, might be expected
to raise the unemployment rates of young women.
Also, the traditional explanation that dominates the
literature on youth unemployment per se is the effect of the
^Michael Piore, "Unemployment and Inflation: An
Alternative Views," Challenge (May-June 1978), pp. 24-32.
^Richard Freeman, "Why is There a Youth Labor Market
Problem?" Anderson and Sawhill (eds.), Youth Unemployment and
Public Policy (Englewood Cliffs, New Jersey: Prentice-Hall,
1980), pp. 6-32.
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minimum wage. The existence of a minimum wage is hypothesized
to have two effects which are especially deleterious for young
people.^ First, an effective minimum wage is said to price
many allegedly "less productive" young people out of the job
market. That is, if employers are forced to pay higher wages
as a result of the minimum than they otherwise would have,
they substitute older, more productive workers for young ones.
A minimum wage sets in motion a complex set of labor force
flows that not only increases unemployment in the covered
sector but also leads some young people to drop out of the
labor force. Second, it has been suggested that an effective
minimum wage restricts the opportunity for young people who
would work for wages below the minimum to acquire valuable on-
the-job training.®
Moreover, the business cycle has a major impact on
unemployment in general and youth unemployment in particular.
The dramatic increase in unemployment in the United States is
because of the malaise of the country's economy and this has
dampened the demand for young workers more than it has for
older workers. A number of reasons have been advanced for the
greater dampening in the demand for youthful labor during the
recession. These include: a preference on the part of employer
to hire mature, adult workers rather than the young during a
^Michael Ecclues and R. Freeman, "What-another Minimum




period of excess labor supply because of the former's presumed
greater productivity and the latter's job-changing
proclivities, changes in industry structure; and deficiencies
in the stock of youthful human capital. With regard to the
last two reasons, many youth find their first employment in
unskilled jobs.
However, coupled with the rise in youth unemployment is
the notion that something must be done. The Summer Youth
Employment Program is one of the policies aimed at reducing
the youth unemployment rate. The Summer Youth Employment
Program (SYEP) was established in the City of Atlanta as a
Service Delivery Area (SDA) under the Job Training Partnership
Act (JTPA) of 1982; Title IIB, is designed to prepare
economically disadvantaged youth between the ages of 14-21
years, for entry into the labor force and to provide
meaningful work experience for those youth who are facing
serious barriers to employment. The employment program is an
essential part of the total summer effort planned and
coordinated with a number of community agencies and
organizations in Atlanta during the summer months. This total
activity has come to be known as "The Sky's The Limit.
The Service Delivery Area (the City of Atlanta)
contracts for the delivery of services through a competitive
bidding process. Request for Quotation, is used for those
contractors interested in operating Work Experience programs.
7
Summer Youth Employment Program Solicitation and
Offer Manual" (Atlanta, Georgia: 1985), pp. 1-5.
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On the other hand^ Request for Proposals, is used to solicit
proposals from those organizations interested in serving youth
through innovative and career planning programs. These
proposals are received and reviewed by the Youth Employment
and Planning Council who in turn make recommendations to the
Employment and Training Advisory Council who make their
recommendations to the Mayor.®
The program is to provide an enriched summer program
which offered Atlanta's youth a variety of employment,
training and career exploration activities, and innovative
programs. The program also Included two components which are
designed for educational upgrading services. One of the
components is geared toward improving SAT test scores, and the
other is geared toward improving basic academic levels in
mathematics, reading, and language.^
The immediate goal of the employment program is to
provide work experience, career planning, and innovative
manpower services to economically disadvantaged youth of the
City of Atlanta. The major emphasis of the program is to
provide youth with enough funds to return to school and to
encourage drop-outs to return to school in order to gain some
marketable skills.^®
®Ibid.
®"Job Training Plan for the City of Atlanta" (Atlanta,
Georgia; 1984), pp. 4-6.
10 Ibid.
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The specific objectives of the summer employment
program are:
1) To provide work experience coupled with
orientation, individual and group counseling and
labor market information,
2) To provide manpower support to service agencies in
the community to assist them in carrying out
needed youth programs,
3) To provide career enrichment through exposure and
training in the occupational areas of Hospitality
and Hotel, Health, Retail Sales, Auto Mechanics
and Clerical,
4) To provide personal assessment and development
coupled with work experience,
5) To provide basic remedial education services for
youth. ^
The Program basic emphasis has undergone some changes.
First, the Youth Employment and Planning Council has increased
its operation to provide seven types of services instead of
five. These seven service areas are: (a) Intake/assessment;
(b) work experience; (c) pre-employment skills training; (d)
education for employment; (e) vocational exploration; (f)
police cadet program; and (g) job placement assistance. In
addition, worksites and services to the youth are closely
monitored. Each worksite supervisor is required to provide a
minimum of one-half day session during the nine week period
with participants to discuss work assignments, work habits.
11 Ibid,
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problemSf accomplishments, employability skills and labor
market information, ^
The purpose of this study is to examine the problems
that the City of Atlanta is experiencing in its attempts to
implement Title IIB of the Job Training Partnership Act of
1982 and the impact of the program on youth employment in the
City of Atlanta.
^^"Job Training Plan for the City of Atlanta" (Atlanta,
Georgia: 1985), pp. 8-9.
II. THE PROBLEM AND ITS SETTING
The Private Industry Council of Atlanta, Inc. (PIC)
which was certified by the Governor on May 17, 1983 serves as
the grcuit recipient and contracts with the City of Atlanta to
serve as its administrative agent. This arrangement assures
the private sector "ownership" envisioned by the Job Training
Partnership Act while retaining the administrative expertise
and support systems of the City government. The contract
identifies specific administrative standards which are used to
measure City performance to the satisfaction of the Private
Industry Council Board, The Council, made up of private
business owners, educational officials, and community leaders,
is an outgrowth of a similar program previously run by the
Comprehensive Employmnent Training Act program. The demise of
CETA forced a reorganization of the program which resulted in
the formation of the council. The aim of the 29 member panel
essentially is to locate and find summer jobs for youth. While
a number of those positions are absorbed through public sector
employment, the council has established a goal of finding
jobs through the private sector.
13iiprivate Industry Council of Atlanta Job Training
Plan" (Atlanta, Georgia: July 1984 - June 1986), pp. 6-11.
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The PIC serves as the policy-making body for the
Atlanta Service Delivery Area. Board members take the lead
role in developing the local Job Training Plan and in
selecting contractors to deliver the services described in the
plan. Contracts resulting from this selection process are
between the PIC and the contractor; the PIC chairman has
signatory authority for the PIC. The City of Atlanta services
the contract through its Atlanta office. The office is located
within the Department of Community Development, whose
commissioner is a member of the PIC Board. The Mayor appoints
the PIC director from nominations developed jointly by the
Mayor and the Board. The PIC staff is responsible for
implementing the management system. Non-JPTA City staff
provide support services. The contract between the PIC and the
City is the coordination document.
The distribution of responsibilities within the PIC
office is discussed below:
1. The Executive Director has utlimate responsibil¬
ity for the program, overseeing all of the
functions described below. The Director also
serves as the primary liaison between the JTPA
program and the PIC Board. For contractors, the
Executive Director is the "court of last resort"
within the PIC Office.
2. The Program Operations Unit, as the name suggests,
is the organizational entity responsible for day-
to-day operations. It is managed by a Program
Operations Director, who oversees the functions of
the following three sub-units:
14 Ibid.
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a. Central Records Qnl^ (CRD). The Data Entry
£lfiX.Js. reviews all applications and
enrollment, status change, termination, and
follow-up forms, keypunches the information
from these forms into a CRT Unit which is
linked to the Statewide Management
Information System (MIS); reviews the
required JTPA reports produced by this MIS;
and prepares special management reports. The
Cfill File Clerk maintains the PIC's official
client files.
b. Eiscal nnlt. The Accountant and Accounting
Assistant review contractors' budgets and
modifications, process invoices and other
requests for payment; and prepare special
fiscal reports for PIC managers.
c. Monitoring Holt. The two (2) Program Monitors
conduct pre-award reviews to assess the
fiscal capabilities and Equal Employment
Opportunity (EEO) compliance of organizations
approved by the PIC Board for contracts.
After a contractor begins client service, the
assigned Monitor conducts regular on-site
reviews and provides (or arranges for)
technical assistance. This Onit also must
verify the performance information reported
on fixed unit price invoices before the
Fiscal Dnit will process the invoice.
The Director of this Dnit also plays an
active role in the planning process, helping
to develop the Job Training Plan, and takes
the lead in developing contractor work
statements and reviewing requests for
modifications (programmatic and fiscal).
3. Zhfi Planning. Evaluation, Research Ilolt (PERU)
include three (3) Senior Planners and a Planner.
Each of these planners has responsibility for
several on-going activities (e.g., private sector
evaluations, PIC Board liaison, public information
research, desk reviews of MIS records). For major
tasks such as preparation of the Job Training Plan
(and subsequent modifications), preparation of Re¬
quests for Proposals and the resulting contractor
selection, and contract preparation, members of
this unit work as a team, with one Planner
designated by the Executive Director to serve
as a Team Leader.
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4, The Summer Youth Employment Program (SYEP) has one
year-round staff member (the Program Director) who
is responsible for evaluating past programs;
planning the program for the current year (with
assistance from PERU); and overseeing actual
program operations during the summer. Additional
staff is hired for the latter effort which is a
two-prong approach to summer hiring. With the
active support of the PIC Board, staff solicits
summer job orders from private employers and
screens and refers JTPA-eligible applicants to
these jobs. The SYEP staff also oversees the
public sector portion of the program which
provides youth with subsidized summer employment
with public agencies throughout the City.
5. The Clerical Support Hnii (an Bx.eg.u.tiYe Secretaryj..
a Secretary, and a Reciptionist) greets callers
and visitors; types all correspondence, plans, and
reports; and maintains files.
Intecnship Experience
The writer served as an intern in the Private Industry
Council of Atlanta, Inc. from February 18, 1985 to May 17,
1985 in the capacity of an administrative intern. The writer
worked on various projects but the general duties and
assignments of the intern were as follows:
(1) Collect and analyze data on questionnaires sent
out to detect the recruiting problems.
(2) Prepare budget for the Summer Youth Employment
Program Staff.
(3) Review the Proposals for the Summer Youth
Employment contracts and analyze their budgets.
(4) Assist in interviewing the intake clerks and job
developers for the Summer Youth Employment
Program.
15nprivate Industry Council of




(5) Perform all other duties as required and or
requested by the Director of Summer Youth
Employment Program.
Igtatement q1 ths. Problem
The recruiting (intake) and eligibility verification
problems were the major weaknesses encountered by the Summer
Youth Employment Program in 1984. The summer job orders were
unfilled because the youth did not apply in sufficient number.
The writer was asked to analyze data collected from
questionnaire sent out to detect the recruiting problem. The
problem can be attributed to an ineffective recruiting
mechanism and a general lack of interest among youth. Also,
the eligibility verification problem resulted from the laxity
on the part of the staff in discharging their assigned duties
and ignorance about the procedure. Since the program is
targeted toward a particular group of people in the society,
the verification of eligible applicant has to be accurate in
order for the program to meet its stated goals.
III. REVIEW OF THE LITERATURE
The Comprehensive Employment and Training Act (CETA)
was established in 1973 by the Federal government to provide
training and employment for youth and adults. The purpose of
the program is to give the people work experience and long¬
term employability skills needed in the labor market. The
demise of CETA due to poor accounting and inefficiency forced
a reorganization in 1982. The CETA legislation expired in 1982
and was replaced by the Job Training Partnership Act of
October 1982 which resulted from a compromise between the
administration and Congress. The administration proposed that
responsibility for the entire program be shifted to the
private sector (through private industry councils, called
PICs), whereas Congress specified that the private sector and
local government are to be "equal partners" in administering
the new program. The administration proposed that funds for
JTPA be in the form of unrestricted block grants to states;
Congress concurred in the block grant but placed restrictions
on how states allocate funds to local jurisdiction.^®
The Private Industry Council of the City of Atlanta
came into existence as a result of the implementation of the
^®John Palmer and Isabel Sawhill, The Regan Record




Job Training Partnership Act (JTPA) which states:
It is the purpose of the Act to prepare youth and
unskilled adults for entry into the labor force and
to afford job training to these economically disad¬
vantaged individuals and other Individuals facing
serious barriers to employment, who are in special
need of such training to obtain productive employment.'^'
The job Training Partnership Act (JTPA), which replaced
the Comprehensive Employment and Training Act (CETA), provides
Governors with a valuable tool for shaping the foundation of a
healthy state economy. JTPA unifies and delegates to the
states authority for job training, employment forecasting and
information, and employment exchange functions. JTPA is an
integrated approach for (i) identifying the needs of private
employers and the training/retraining needs of potential
workers, (ii) providing skills training, and (iii) matching
workers with jobs in which they have been trained. The Job
Training Partnership Act is based on four key premises:
(1) A private sector partnership with local government
will improve the quality of skills training and
target training investments to occupational areas
with the highest return.
(2) A shift in planning, managing, and evaluating of
job training to the state level and the
coordination and provision of programs within
service delivery areas will improve services to
citizens.
(3) A performance driven system with emphasis on
participant out-comes and program results will
allow states and local service delivery areas
greater flexibility to design systems that meet
economic, education and labor market needs.
IVnprivate Industry Council of Atlanta Member Bankbook"
(Atlanta, Georgia: 1983), p. 1.
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(4) A focus on training and performance standard will
encourage linkage with existing state, local and
private resources. ®
The thrust under the Act is toward partnership among
representatives of employers, workers, local service delivery
areas and public agencies in policy formulation and
implementation. The key feature is the partnership between the
local employer and the worker - who will both benefit from a
well-designed program. The Job Training Partnership Act is
identifed as follows:
Title It sets forth the purpose of the Act, the State
and local service delivery system and planning require¬
ment, provides policies and procedures regarding the
development and implementation of performance stand¬
ards, and defines administrative requirements.
Title II: authorizes and sets out requirements for
adult and youth training programs to be administered
within the state and planned and carried out through a
partnership between the private sector and local
government.
Title IIA: year-round program for adult and youth.
Title IIB: summer program for youth only.
Title III: provides for a state administered training
and placement program for dislocated workers.
Title IV: authorizes federally administered activities,
including programs for Native Americans and migrant and
seasonal farmworkers.
Title V; provides amendments to the Wagner-Peyser Act
(the authorizing legislation for Employment




The Act targets funds toward specific groups, JTPA
provides services to economically disadvantaged individuals
and youth who stand to benefit from their participation. These
individuals, generally 14 years of age or older, are eligible
for a variety of services to enhance their basic and occupa¬
tional skills. Performance is judged on indicators like reduc¬
tion in welfare dependency and school completion. The state
administered dislocated worker program is aimed at individuals
who have been or about to be laid off, or unemployed for a
long period of time. This program requires that States match
Federal funds, dollar for dollar, with certain provisions for
states with high unemployment.
The definition of "economically disadvantaged" for
purposes of JTPA means:
an individual who has or is a member of a family which
has, received a total family income for the six-month
period prior to application for the program involved
(exclusive of unemployment compensation, child sup¬
port payments and welfare payments) which in relation
to family size, was not in excess of the higher of
(i) the poverty level or (ii) 10 per cent of the lower
living standard income level.^^
The problems facing the implementation of Title IIB of
the JTPA Act in the City of Atlanta are recruitment and
eligibility verification. Recruitment involves the actual
process of going out to find individuals to do the jobs,
attracting them to the organization, and building methods for
deciding which applicants to hire. According to Herbert
O A
''"Job Training Partnership Act Laws and Regulations"
(Georgia; 1983), p. 44.
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Chruden and Arthur Sherman, in their book. Personnel
Management; Uie Utilization ^ Human Resources, the benefits
of good organization structure and job design cannot be
realized fully unless the jobs are staffed with competent
personnel. Such personnel, for the most part, can be obtained
only by seeking them out and encourage them to apply for
work
Organizations that fail to develop an effective
recruitment program, therefore, are likely not only to have
difficulty in building an effective personnel staff, but also
in attaining affirmative action goals. In order to recruit
effectively the employer must have accurate specifications
covering each job. They also must know the numbers and
qualifications of those who will be required to staff each job
and when they will be needed. The development of this
information requires effective forecasting and planning. The
planning process begins with the forecast of consumer demand
for the goods and or services that the organization is to
provide. It translates this forecast into the specific
personnel requirements of the organization. These requirements
in turn become the basis for developing the organization's
recruitment and selection program and for determining the
persons it will seek to recruit and the sources from which
they will be recruited. A forecast of consumer demand normally
^^Herbert Chruden and Arthur Sherman, Personnel Manage¬
ment; The Utilization fliiman Resources (Cincinati, Ohio;
Southern Western Publishing Company, 1980), p. 86.
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will begin with the record of present and past demand trends.
In projecting these trends into the future, the forecaster
must attempt to determine what influences, if any, the various
internal and external forces may have upon demand.
In recruiting new employees, management must consider
the nature of the labor market, sources of employees, methods
of reaching the sources of employees, and finally, the legal
and cost restraints on hiring.
The labor market, or the area from which applicants are
to be recruited, will vary with the type of job to be filled
and the amount of compensation to be paid for the job.
Recruitment for executive or technical jobs requiring a high
degree of knowledge and skill may be national or even interna¬
tional in scope. When staffing jobs that require relatively
little skill, however, the labor market in which recruiting
takes place may encompass only a relatively small geographic
area. The unwillingness of people to move, however, may cause
them to turn down offers of employment, thereby eliminating
them from employment consideration beyond the local labor
market. The economic situation in the labor market can affect
recruitment.
The sources from which employees are to be recruited
will vary with the type of job to be filled. The condition of
the market may also help to determine how productive a
particular source will be. During periods of high
unemployment, an adequate supply of qualified applicants may
be obtained from those who apply for work at the employment
19
office. A tight labor market, on the other hand, may force the
employer to advertise heavily and/or seek assistance from
local employment agencies.An organization's present
employees constitute a common source for filling its vacancies
above the beginning level. Recruiting from this source is done
by adhering to a policy of promotion from within. The staffing
of job opening through internal promotion can contribute
significantly to employee morale and motivation. It provides a
means of recognizing and utilizing the abilities that
employees are able to develop. It also enables the training
investments in employees to be utilized more fully. This may
also deprive the organization of new ideas and talents that
more qualified persons from the outside can bring into the
organization.
Unless there is to be a reduction in the work force,
any vacancy occurring within the organization must eventually
be filled with a replacement from the outside. One of the most
common methods for contacting applicants is through
advertisements. The newspapers, trade journals, radio,
television, billboards, posters and even sound trucks con¬
stitute the media used most commonly. They have the advantage
of reaching a large audience of possible applicants. At the
same time advertising can place a severe burden on the employ¬
ment office. Also, the public employment agencies can identify
^^Erwin Shanton, Successful Personnel Recruiting and
Selection (New York; AMACOM, 1977), p. 120.
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those individuals who are unemployed and who are drawing
unemployment insurance benefits. The private employment
agencies because they charge fee are able to tailor their
services to the specific needs of their clients. Educational
institutions typically are a source of young applicants with
varying amount and types of formal training but with
relatively little full-time work experience. High schools
usually are a source of employees for clerical jobs and for
blue-collar jobs that require relatively little skill.
Community colleges, with their various types of specialized
training, can provide candidates for technical jobs. When
filling technical and managerial positions, college and
university graduates generally provide the primary source.
Moreover, word of mouth is an effective method of
recruiting. Individuals currently working in the organization,
or those who are otherwise associated with it, recommend the
organization to other people as a good place to work. Although
this method is effective, it may lead to nepotism,
particularly in management positions. Labor unions can be a
principal source of applicants for blue-collar and for some
professional jobs. In addition, many professional organiza¬
tions and societies offer a placement service as one of their
benefits for members. Also, the organization must encourage
its professional employees to attend meetings and develop con¬
tacts .
Both recruitment and ensuing selection processes take
place within the constraints imposed by the law and by costs.
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Certain methods of recruitment such as direct personal
contacts or sending line executives on recruiting trips to
schools, may be totally abandoned or substantially restricted
because of their high costs. Personnel departments' budgets
generally cover all the direct costs of recruiting but not the
hidden costs. The hidden costs include the time spent by
company recruiters from departments other than personnel and
the time spent by line executives in making strategic
decisions concerning any particular phase of the recruitment
process. Anti-discrimination legislation has had a significant
impact on the recruitment and selection practices of organiza¬
tions.^^
While the recruitment by the PIC is not intended to
bring those individuals to work within the agency itself, the
PIC can benefit greatly by relying on the same recruitment
techniques utilized by other agencies. The success of the
PIC's summer youth program is dependent upon its ability to
recruit the specific number of youth from the targeted
eligible groups. The agency's inability to reach its
recruitment goals undermines the effectiveness of the summer
program. The problems associated with the PIC's recruitment
program is the focus of the discussion in the analysis section
of this study.
23 Ibid., p. 123.
IV. METHODOLOGY
A descriptive method of research was utilized to assess
the implementation of Title IIB of the Job Training Partner¬
ship Act of 1982 in the City of Atlanta.
The descriptive method of research attempts to describe
phenomena in detail (to describe what happened). Often the re¬
searcher will have no formal hypothesis. The research
questions presuppose much prior knowledge of the problem to be
investigated. Investigators must be able to define clearly
what they want to measure and they must find adequate methods
of measuring it. In collecting evidence for descriptive study,
what is needed is a clear formulation of what and who is to be
measured and techniques for valid and reliable measurements.^^
Descriptive studies are not limited to any one method
of data collection. They may employ any or all of these
methods: (1) interviews, questionnaires and participant obser¬
vation. Also, the procedures to be used in a descriptive study
must be carefully planned. The research design must make
provision for protection against bias because the aim is to
obtain complete and accurate information. Due to the amount of
^^Earl R. Babbie, "Research Methods and Analysis," The
Practice of Social Research (Belmont, Minnesota: Wadsworth
Publishing Company, 1979), p. 205.
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work frequently involved in descriptive studies, concern with
o c
economy of research is extremely important, ^
The descriptive method of research enabled the writer
to gain a better understanding of the functions of the Private
Industry Council, as well as the problems associated with the
implementation of Title IIB within the City of Atlanta.
In this study, primary data were obtained by utilizing
the following data collection techniques; (1) participatory
observation which gave the writer a chance to develop
sensitivity and a personal concern for Title IIB, (2) personal
interviews were conducted with Private Industry Council
personnel. The advantage of this free-form interview style is
that it allows the respondent to express feelings without in¬
hibitions or restrictions, (3) Questionnaires (See Appendix A)
were sent out by Private Industry Council to sixty-seven
randomly selected youth within the ages of 14 to 21 years old
to find out the factors associated with its recruitment
problem in the SYEP. Questionnaires are used in connection
with many modes of observations in social research which are
very essential for the acquisition of reliable data.^'' The
secondary data were obtained from the agency's documents,
manuals, pamphlets, books and journals.
2^Ibid.
2®Ibid., p. 209.
V. AN ANALYSIS OP THE PROBLEM
As previously stated, the major problems encountered by
the City of Atlanta's Private Industry Council in complying
with Title IIB of the Job Training Partnership Act of 1982
centered around recruitment and the eligibility verification.
The recruitment goal of Private Industry Council for
the 1984 summer program was to provide three thousand jobs for
economically disadvantaged youth between the ages of 14 and
21. While 1,700 of those positions were to be absorbed through
the public sector employment, the council established a goal
of finding 1,300 jobs through the private sector. The Summer
Youth Employment Program of 1984 emphasized services to the
following target groups: in-school youth (ages 14-21) - 93 per
cent, non-graduates (including dropouts and certificates) - 5
per cent and other (recent high school graduates and 14-16
year old dropouts) - 2 per cent.^^
In order to accomplish these goals, the PIC recruited
the youth by (1) establishing linkages with community
organizations, the Atlanta Public School System, and the
juvenile court system; (2) identifying geographic areas with
high dropout rates and educating the residents of the areas
^^"Job Training Plan for the City of Atlanta" (Atlanta,
Georgia: 1984), pp. 4-8.
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about the SYEP program; (3) developing a strategic marketing
campaign (i.e., advertising on TV, radio, newspapers) to
inform the community of services to be provided. Since the
goals and objectives of the Title IIB provisions are to
identify eligible youth and meaningful work experience for
them, the most important resources are those organizations
with access to either youth or jobs or both. Such
organizations would include; (1) Atlanta Board of Education,
(2) Georgia State Employment Service, (3) Economic Opportunity
of Atlanta, (4) City of Atlanta, Deparment of Parks and
Recreation, (5) Boy's Clubs, (6) Girl's Clubs, (7) Young Women
Christian Association, (8) Young Men Christian Association,
(9) Juvenile Court and (10) Atlanta Housing Authority.^®
The Private Industry Council entered into a non-finan-
cial agreement with the Georgia Department of Labor - State
Employment Office to identify, recruit and refer eligible
applicants to the PIC-SYEP office. Recruitment was handled by
the Employment Service Office in coordination with the school
system and neighborhood service centers. The Georgia Depart¬
ment of Labor obtained the relevant information needed to
determine JTPA eligibility and pre-certified applicants
status. The application form for the participants in the
summer youth program is included as Appendix B. The applicants
deemed eligible by the Georgia Department of Labor were
double-checked by the PIC-SYEP intake unit staff and were
28 Ibid., p. 22.
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referred to the appropriate contractor based on his/her skills
and interests.
Despite the strategies used, summer job orders were
unfilled because a significant number of youth did not apply.
This lack of participation by the youth was of major concern
to the PIC staff. Consequently, they mailed questionnaires
(See Appendix A) to 67 youth in order to ascertain the
cause(s} of the problems encountered so that they can be
rectified during 1985 summer program. The 67 who responded to
the questionnaires, 77.6 per cent (52) stated that they were
not familiar with the PIC and its services. Also, 62.7 per
cent (42) of the respondents were not familiar with the PIC
summer job programs and 88.1 per cent (59) of the respondents
stated that they did not hear about PIC's skills training
program. From the analysis of the questionnaire the writer is
led to believe that the lack of youth participation in the
City of Atlanta Summer Youth Employment Program in 1984 was
due mainly to ineffective recruiting mechanisms as a result of
poor advertising.
In an interview with Mrs. Mayme Garrett, an
Administrative Assistant with PIC who has been with the
Program for the past three summers, she indicated that the
problem was not with the younger youth between the ages of 14-
16 years, but with the older ones who are between 17-21 years
old. The former group was eager to work for summer money and
no other organizations or agencies would hire them because
they did not possess any skills while the latter groups were
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either high school graduates or college students. The latter
group was not aware of the program and the job application
process. When these problems were realized, the recruiting
schedule was extended but it was too late to attract members
of that 17-21 age group. The extension of the application
deadline cost a lot of money but yielded no significant
results
The writer also interviewed Ms. Linda Rouse, who served
as an intake staff for the summer program last year and is
currently serving in the same capacity. From Ms. Rouse's
perspective, part of the problem was due to shortage of
manpower in the intake unit. This resulted in the youth having
to wait in line for a long time before someone could attend to
them. The attendant frustration engendered by this situation
resulted in some of the youth failing to return to complete
the application process. She also maintained that the problem
was mainly with the older youth because they were not aware of
the program and the possibility of finding permanent jobs in
the private sector after the summer job.^®
The entire personnel function hinges on the success
with which individual employees carry out their designated
tasks. To place a person in a job for which he or she is
^^Interview with Mrs. Mayme Garrett, Private Industry
Council of Atlanta, Inc., Atlanta, Georgia, April 24, 1985.
^^Interview with Ms. Linda Rouse, Private Industry
Council of Atlanta, Inc., Atlanta, Georgia, April 24, 1985.
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either unqualified or unmotivated is debilitating for everyone
involved. Yet it occurs daily at all organizations. Staffing
is the process whereby specific job skillsr knowledge^ and
qualifications are used as the criteria for selecting an
employee for a particular position.^^ The process touches on
all aspects of personnel management and includes stages of
planning, recruitment, testing, selection, probationary
evaluation, and promotion/discipline. Any weak link in this
process will produce an unintended consequence, that is, an
employee whose performance is substandard.
Despite its importance, personnel specialists often
place staffing for organizational needs as a low priority.
According to Dona Thurston, in his article "Staffing-Needs
Planning: Try It, You Might Like It", the staffing task often
elicits such excuses as: "It's too complicated". "It takes too
much extra staff and time". "Itfs not worth the effort". "The
math is too difficult". "That's management's job." Typical
comments such as these usually reflect both a lack of
precision in defining manpower planning or staffing as well as
a lack of information on how it should be implemented.
The process of systematic staffing is divided into two:
(1) work force planning for the number and kinds of workers
■’■'•Burckhardt Wenzel, "Planning for Manpower Utiliza¬
tion," The Personnel Administrator. Vol. 15, No. 3 (May-June
1970), p. 38.
^^Dona Thurston, "Staffing-Needs Planning: Try It, You
Might Like It," TJls. Civil SfiLYigfi Journal (January-March
1978), pp. 42-43.
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required to carry out an organization's mission. (2) staffing-
needs planning is required as a systematic estimation of the
number and kinds of personnel management actions that must be
taken to provide the required work force.
Once forecasts are finalized, proactive strategies must
be formulated to meet projected shortages or overstaffing.
Strategies to alleviate shortages of personnel might include
expanded recruitment efforts, increased training programs for
promoting employees, and job redesign through manning.
Strategies such as contracting out for services and the hiring
of part-time employees appear logical from a planning
perspective but are frequently political mine fields. The
results obtained from recruiting, selecting, placing,
training, developing, and motivating employees, depend
directly for their success upon the effectiveness of the
planning and forecasting phase of manpower development.
A principal reason for the economic supremacy of the
United States has been its fortunate selection and development
of employees to staff its business enterprises. It has been
tacitly assumed that this supply of personnel would
automatically be replenished, both quantitatively and
qualitatively, as the need arose, thus assuring a continuous
supply of producers and leaders to meet the ever-increasing
demands made upon the nation's productive capacity. It is
becoming increasingly apparent that this is not a valid
assumption, as it, becomes evident that producers and leaders
are in scarce supply. One of the great limitations placed upon
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our productive capability is the lack of an available supply
of adequately trained and developed personnel for the rapidly
expanding activities associated with technological
advancement.^ ^
Although automation is making progress, people are
still needed to run the companies. The future of business
organizations depends upon these employees, the work they
perform, and the ideas they contribute toward improving
operations. People remain the greatest asset; though all
companies can buy the same materials and equipment, people
make the difference in what that equipment produces. Although
effective employment is important to all organizations, it is
especially important to expanding companies.
Organizations can no longer rely upon finding talented
manpower just when they need it. Systematic steps must be
taken in order to assure that a reservoir of talent is avail¬
able when vacancies occur. Consequently, planning and
searching for qualified talent must be continuous. Therefore,
the overall objectives of manpower planning are to: relate
human resource needs to the overall activity of the enter¬
prise; make long-range estimation of the firm's specific and
general needs; and maximize the return on investment in human
resources.
^^Wenzel, "Planning for Manpower Utilization," p. 40.
34 Ibid.
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The human resources of a business are an integral part
of all its activities. It should be recognized that
development of those resources is dependent upon other
organizational resources; consequently, selecting, developing,
and utilizing human resources must be considered as an
integrated process designed to incorporate both present and
future needs of the firm. Therefore, organizational goals
should be clearly defined and established so that selection
can be based upon finding personnel capable of realizing those
goals. As an organization grows and develops, its need for
manpower with special skills, knowledge, and expertise
increases. Usually, this increasing need tends to coincide
with a shortage of such personnel because of the lead time
needed to educate and train people to use the new technology.
Thus, long-range manpower plans are needed to adjust to this
imbalance.
Even though there is no uniformity in defining manpower
planning, there is general unanimity concerning the problems
of which manpower planning is concerned. These objectives can
be classified as: planning future manpower needs as a whole,
that is, ascertaining how many people from both a qualitative
and a quantitative point of view will the firm need in order
to operate its business in future periods; planning for those
recruiting and selecting activities required to provide the
enterprise with the required personnel, and in case manpower
needs are smaller than the present manpower balance within the
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firm; planning for laying off of the manpower surplus.In
estimating long-range needs, a distinction needs to be made
between planning and forecasting. Forecasting implies a pas¬
sive process, whereas, planning involves not only forecasting
but other active decisions regarding manpower requirements and
how they can be met. A company's manpower needs are influenced
by external, as well as internal factors. Among others, the
external factors consist of the political situation, the
nation's level of production as indicated by the gross
national product, the level of overall technological develop¬
ment, actions of competing companies, and the development of
substitute products and changed uses of the firm's own pro¬
ducts.
A new concept in manpower planning is developing
whereby the human resources are treated as capital assets in
much the same way that plant and equipment are presently
treated. In essence, this system attempts through an
accounting model to measure the cost of the resources, what it
would cost to replace the resources, and what their value
would be based upon their potential earning ability. This form
of accounting could provide management with an additional
indicator of an employee's potential growth before advancement
is made in his position. This system would focus attention on
the employee as a valuable investment which enhances earning
power rather than as an operating expense which acts to drain
35 Ibid., pp. 36-40.
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the organization's financial resources. Paradoxically/
accounting for man as a capital assest should restore the per¬
sonality of each individual and pave the way to more
humanistic treatment of employees. Greater attention would be
given to an individual's selection, development, placement,
advancement, motivation, and redevelopment. Finally, the
dangers of overextending an individual, underutilizing his
talents, and allowing for managerial obsolescence, would
probably be avoided.^®
In this regard, the importance of adequate staffing in
an organization cannot be overstressed. Adequate staffing will
bring about division of labor and specialization thereby
enhancing the organizational productivity. Also, management
cannot achieve its goals and objectives in a timely manner
without adequate staffing. As a result of inadequate staffing
the level of production will be reduced because employees are
experiencing pressure from work and they are less motivated
about what they are doing. This can lead to absenteeism and
high turnover.
The writer is of the opinion that since this program is
targeted to a particular group, priority should be given to
this target group when planning the recruiting strategies.
Since it appears that it is the youth within the age group 17-
21 who are not participating in the program as expected,
^^Robert Wright, "Managing Man as a Capital Asset,"
Personnel Journal. Vol. 49, No. 4 (April 1970), pp. 290-98.
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recruitment efforts should be primarily targeted to this
group.
Recruitment should start with vigorous advertising
aimed at the target group in order to attract enough
applicants. All recruitment advertising, from the simplest
classified advertisement that is intended to run once, to the
large-scale campaign that may run for a year or more, involves
some degree of planning. Before any advertisement is printed
or broadcast someone must decide what the advertising will say
and where it will run. Even if the organization uses the
services of an advertising agency, the person who works with
the agency will be closely involved in the planning process. A
systematic approach to advertising planning is based on four
key questions: (1) what does the agency want to accomplish?
The precise understanding of the recruitment goals and the
role advertising will play in helping the agency to achieve
those goals. (2) Who are the people the agency wants to reach:
Understanding the characteristics and motivations of the
agency's most likely employment candidate is necessary before
it can decide what should be emphasized in its advertising and
in which media the advertising should run. (3) What should its
advertising message convey? The agency must determine what
information about the organization and the job would likely
persuade prospective employees that the organization is a
desirable employer. (4) How should the message be presented
and which media should run it? The answer to this final
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question is the core of their advertising strategy. '
If the agency decides to use advertising to recruit -
either in coordination with other recruiting methods or alone
” they should draft a precise statement of their objective.
The purpose of setting an objective is to define for the
organization and for all other people who will be involved in
creating their advertising and the exact scope of the task the
agency wants its advertisement to achieve. The objective must
cover three aspects; who the agency wants to hire; the number
of the people the agency wants to hire; and the hiring time
frame. There should be an accurate job description for the
position to be filled and the list of qualifications that the
successful candidate should have. This information will be the
central part of the advertising message.
Also, the numerical results that the agency wants
should be identified. The number of people to be hired should
be broken down accurately within each specific job category.
The agency should have the specific number in mind; this
figure will usually be based on the number of applicants the
organization cem efficiently process. Moreover, the time frame
will be indicated by the event.
The advertising should reach the individuals who share
the same qualifications. The agency must discover who their
prospects are and what they would be interested in knowing
^^Bernard Bodes, "Planning for Recruitment
Advertising," Personnel Journal. Vol. 63 (October 1983), p.
78.
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about the agency and the job opening. Moreover, the
demographic characteristics of the target audience should be
analyzed. This is a vital statistics of the target audience.
The size and geographic location of the target audience should
also be determined. By knowing the number of potentially
qualified people from whom the agency will be able to draw
applicants, before formulating an advertising strategy, the
agency will be able to estimate the degree of difficulty it
will have in fulfilling the hiring goal. Also, knowing the
specific names and locations of other organizations that
employ large numbers of people from the same target audience
will indicate good locations for concentrated advertising. The
media will be selected on the basis of how effectively and
efficiently it reaches group of people with the same
demographic characteristics as the target audience.
In addition, the agency should understand what the
target audience's preferences and priorities are with respect
to work and personal lives. This will help to determine what
type of jobs will appeal to the target group. For instance, in
recruiting in-school youth the agency may find that the target
group would be particularly interested in training program or
tuition reimbursement for continuing education. Lastly, the
agency should think about what the advertising message should
say. The advertisement should include facts about the job that
will interest the target group and the positive image of the
organization.
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From the literature, the writer is led to believe that
if PIC-SYEP had followed this systematic approach to
recruiting, there would not have been any significant recruit¬
ing problem.
The other problem to be discussed is the eligibility
verification. The eligibility criteria for Summer Youth
Employment Program are that the youth must be (1) residents of
the City of Atlanta; (2) 14-21 years old; (3) economically
disadvantaged; (4) U.S. citizens; and (5) males 18 years and
over must have applied for the draft.During implementa¬
tion of the summer youth program of 1984, each contractor was
responsible for verifying the eligibility of the participants.
This process created some problems due to the fact that some
of the contractors did hire and pay ineligible participants.
The writer found this out while going through the agency's
documents. The agency wrote to the contractors who have
violated the terms of their contracts to demand reimbursement
in payments made to the ineligible participants.
According to the terms of the contract with the
contractors, they are expected to require all the applicants
to show documentation as proof of eligibility (See Appendix C)
when the youth applies for positions. Most of the contractors
failed to strictly enforce this requirement. This is princi¬
pally due to two major reasons (1) the contractors wanted to
^®"Summer Youth Employment Program Solicitation and
Offer Manual" (Atlanta, Georgia: 1985), p. 6.
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maximize the payment on the contract since payment is based
upon the number of applicants employed by a given contractor.
Consequently, the more youth they employed the more money they
are paid by the PIC. (2) Poor orientation provided to the
contractors by the PIC. In 1984, the contractors were provided
with only a three-hour orientation. This orientation is
intended to familiarize the contractors with all the necessary
requirements of the program. In addition, the contractors were
provided with volumes of documents containing the various
provisions and regulations of SYEP. Because of the demands on
the contractors' time, it is reasonable to assume that those
materials were never read. Consequently, they were ignorant of
the procedures. Moreover, all the PIC staff had no previous
experience with the program. In this regard, the importance of
orientation and training sessions for both the PIC staff and
the contractors conducted by experts conversant with SYEP
cannot be overemphasized.
Orientation and induction programs are designed to
familiarize the staff with their jobs, provide an overview
about policies, procedures, practices and rules that will
affect them and also about the jobs on which they will work.
Furthermore, orientation programs should also instruct the
staff in the requirements of specific jobs they are to
perform, as outlined in an accurate and comprehensive job des¬
cription.^^ In short, good orientation and induction
^^Paul Pigors and Charles A. Meyers,
Administration (New York: McGraw Hill Book Co., 1977), p. 262.
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leadership programs for hired employees provide an overview of
the whole organization and relate each division, department
and individual employed to the on-going activities within the
organization.^®
These problems resulted in the program costing more
than originally anticipated as well as preventing the achieve¬
ment of the program's recruitment goals. Moreover, the lack of
a well organized recruitment mechanisms made it difficult for
information about the program to reach eligible underprivi-
ledged youth {mainly minority) who actually needed the money
as well as the training skills necessary for obtaining employ¬
ment.
^®George Stress and L. R. Saylers, Personnel: The Human
Problems af Management (Englewood Cliffs, New Jersey:
Prentice-Hall Inc., 1972), p. 36.
VI. CONCLDSION
The Title IIB (SYEP) of the Job Training Partnership
Act of 1982 is a very useful program in the City of Atlanta
where the unemployment rate among the unskilled minority popu¬
lation is quite high. The Private Industry Council of Atlanta
could not meet its stated objectives for the summer youth
employment program during the summer of 1984 because of an in¬
effective recruiting mechanism and problems associated with
eligibility verification.
Recruitment is the backbone of the summer youth employ¬
ment program. In order to reach the targeted groups, informa¬
tion must be disseminated to them. This will ensure that the
youth will become aware not only of the existence of the SYEP
but they will also become familiar with the various skills
training and job opportunities that the program offers.
The problem of high unemployment among the youth and
particularly among the minority in this country is very
serious. Inherent in this situation is the possibility of see¬
ing a generation of youth who lack the adequate skills to
function within a highly technological society and who may
never obtain a decent job. The existence of such a high number
of unemployed youth who are deprived of any meaningful partci-
pation in the American society and who are condemned to life
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without hope of a better tomorrow poses a serious challenge to
the survival of American democracy. These youth constitute a
potential powder keg which can explode at any time. Such an
explosion will threaten and undermine the integration of the
American society. The hot summers of the early 60s were
manifestations of the frustrations expressed by the deprived
and disenchanted elements within the American society. It is,
therefore^ imperative that if policy-makers were to avert the
experiences of the early 60s/ the problem of high youth
unemployment should be addressed immediately. Failure to do so
will definitely spell a disaster for the American society.
VII. RECOMMENDATIONS
Having discussed the problems encountered by the PIC-
SYEP in the implementation of Title IIB of the Job Training
Partnership Act in the City of Atlanta during the summer
program of 1984, the writer offers the following
recommendations;
1. Private Industry Council (PIC) should engage in
a Citywide advertising campaign using public
service announcements, newspaper articles, flyers,
school newsletters, billboards, brochures and
the media. Advertisements should be placed in
colleges, public libraries and mass transportation
areas.
2. The PIC should aim its recruitment campaign
particularly at the youth between the ages of 17
and 21 who are not participating significantly
in the program as of now.
3. The PIC should educate the public about its
program as well as include parents, schools and
community based organizations in the recruitment
process by providing them with relevant
information on jobs, skills training, fact sheet
on program guidelines, application process and
methods of recruiting.
4. PIC should go to the housing projects and foster
homes to educate the residents about its program
since these areas are mostly populated with the
target group.
5. Eligibility verification should be centralized
so that all youth will go through the same
process. Also, it should be linked to the public
assistance information system.
6. PIC should provide good orientation and induction
programs to the staff and contractors in order to




7. PIC should employ adequate staff to handle the
intake unit.
The writer is of the opinion that if these








86.6% of the respondents were between ages 14-18; with 26.9%
between 17-18 years old.
* SEX
95.5% of the respondents were male; 4.5% of the respondents
were female.
*SA.CE
98.5% of the population were black; 1.5% of the population
were white.
♦EDUCATION
89.5% were between 9-12th grade; with 38.8% in 11th and 12th
grade.
OPINION
* Money (52.2%) was the most important reason to youth about
having a job; followed by "helping family" and "experience"
(22.4%) in each group.
* The highest per cent of the population were willing to wait
for a job after training for only 1-2 weeks (49.2%).
* Many of the respondents (77.6%) were not familiar with the
PIC and its services.
* Many of the respondents (62.7%) were not familiar with the
PIC Summer Job Programs.




* Most youth responded "no" or "not applicable" or made no
response (55,3%) when asked what they wanted from the job
training program; followed by good skills (14.9%).
* The respondents hold the church and community organizations
in high regards(74.6 and 17.9% respectively).
PILQT QUESTIONNAIRE RESULTS
I. Demographics
* AGE * SEX
14 (11) 16.4% Hale (64)








II. What is most important about
* EDUCATION
95.5% 8th ( 2) 3.0%





(1 year) (1) 1.5%
98.5% N/A & No




Help Family (15) 22.4%
Experience (15) 22.4%
Other (2) 3.0%
III. How long will you wait for a job after completing train¬
ing?
1 day (2) 3.0%
2 days (1) 1.5%
1 week (12) 17.9%
2 weeks (16) 23.9%
1-2 weeks (5) 7.4%
2-3 weeks (2) 3.0%
3 weeks (5) 7.4%
3-4 weeks (1) 1.5%
3-6 weeks (2) 3.0%
1 month (2) 3.0%
5 weeks (1) 1.5%
2 months (2) 3.0%
3-4 months (1) 1.5%
immediately (1) 1.5%








6 months-year (1) 1.5%
IV. Do you know what the Private Industry Council PIC is?
Yes (13) 19.4% 77.6% were
not familiar
No (52) 77.6% 19.4% were
familiar
No response & N/A (2) 3.0% 3.0% did not
respond




35.8% heard about PIC Suiraner Job Program
62.7% did not hear about PIC Summer Job Program




88.1% did not hear about PIC's Skill Training Program
10.4% heard about the program
1.5% did not respond
VII. Do you have concerns with the types of jobs or training
offered by PIC?
Yes (10) 14.9% 85.1% of the survey did not
No (57) 85.1% have concerns with the types
of jobs or training offered.
14.9% had concerns with the
types offered.




70.1% did not know people who had applied to SYEP.
29.9% knew people who had applied.
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IX, Do you know young people who could have applied, but
did'nt? If yes, why do you think they didn't?
Yes (28) 41.8% 55.2% did not know young
No. (37) 55.2% people who could have applied.
No re- but didn't. 41.8% knew people
respnse (2) 3.0% who could have applied, but
didn't. 3.0% did not respond.
X. (a) Reasons for 'Yes' Responses.
(See Attachment)
X. (b) What do you think young people want for the Summer Job
Programs?
(SEE ATTACHMENT)
XI. What organizations do you think does the most for
youths?







Salvation Army (1) 1.5%
Summer Camp (1) 1.5%
Parks & Recreation (1) 1.5%
Community Organizations (1) 1.5%
Childrens' Group Home (1) 1.5%
Other (Foster Home) (1) 1.5%
Job Service Centers (1) 1.5%
XII. Which Organization has your respect?
Church (50) 74.6%
Community Organization (12) 17.9%
State Program (1) 1,5%






A Job (8) 11.9%
Experience (5) 7.4%
Training (2) 3.0%
Responsibi1 i ty (1) 1.5%
Help Family (1) 1.5%
Chance to Learn (1) 1.5%
Stay Out of Trouble (2) 3.0%
Something to Do (1) 1.5%
Money scored the highest among what young people wanted from the
Summer Job Program, followed by - a job then experience.
Know more about job (4) 6.0%
Future Employment (3) 4.5%
Successful Person (1) 1.5%
Better Job (5) 7.4%
Good Skills (10) 14.9%
Experience (5) 7.41
Better Understanding (1) 1.5%
N/A (14) 20.9%
No Response (19) 28.4%
No (4) 6.0%
Clerk (1) 1.5%
No Response and No scored the hiighest of 55.3





PRIVATE INDUSTRY COUNCIL OF ATLANTA, INC.
SUMMER YOUTH EMPLOYMENT PROGRAM
PRE-APPLICATION
Social Security Number;




County: Race: Date of Birth: Age:
School/College: Present Grade: H.S. Graduate: Yes No.
H.S. Drop-Out: Yes No Are you handicapped? Yes No Foster Child: Yes No.
U.S. Citizen: Yes No Institutionalized: Yes No
Family Household Size: (For the past 6 months)
iNumbert
STATEMENT OF FAMILY INCOME OF APPLICANTS APPLYING FOR SYEP
I understand the information I supply on this pre-application is confidential and will be used to determine if the applicant
is eligible to paaicipate in the Summer Youth Employment Program. The 6 month period covered below is from
through
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Disclosure of Social Security numbers is voluntary
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Public Assistance Case Number: AFDC Claim No. SSI
Food Stamp
I further^cenify that the information above is true and correct to the best of my knowledge I authorize the above employeis.
State Departments. Federal Departments or other sources to release requested information concerning my income or
grants to the GA-DOL.
(Signature of Applicant) (Datel (Signature of Parent.'GuarOiani (Oatel
NOTE: Falsification of data on this form is a crime against Federal and State laws.
Falsification of or concealment of information is punishable by a fine or imprisonment or both and will require repayment
of any monies paid to or on behalf of the applicant while in JTPP.
FOR OFFICE USE ONLY
















. School ID card
. Work permit



















. Hosp1ta\ of birth
. Pay stubs
. Employer contacts
. Public assistance records
. U-2 forms
. Family nembers
. Award letters from Vet. Adm..
Social Security
. Public assistance records




. PA eligibility guidelines










Received notice of temlnatloo/layoff
Eligible for UI
Exhausted UI
Unlikely to return to previous Industry
Long-tem unemployed (15 plus weeks)
with Halted opportunities for
re>eiployment




. Recent report card, work
peralt
. Voc. Rehab. Agencies
. Social service agencies
. Veterans A*i1n1strat1on
.. Doctors reference






. Selective Service Form 3-A







. UI notice of eligibility
$
. UI notice of exhaustion
. Employer contact
. Employment service
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